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1. Purpose of this Resource

This resource is provided for Private Training Providers (PTPs), primarily those who deliver or
manage skills training systems as part of the Sudokkho programme. The guidance provided
will also be useful for Sudokkho project staff and other PTPs. It offers practical advice on how
to develop inclusive training systems that successfully build the skills of all trainees, including
women and people from other disadvantaged groups. The Sudokkho programme is committed
to promoting gender equality and social inclusion and to ensuring that women and other
disadvantaged groups are enabled to access skills training and decent employment. This
same commitment is expected of all Sudokkho partners and the purpose of this resource is to
help PTP partners to deliver on this commitment by providing inclusive skills training.

2. Introduction: the benefits of promoting gender equality and social inclusion

Bangladesh has shown considerable economic growth and social progress in recent decades,
however future progress is likely to be limited by falling labour force growth?. The skilled labour
pool in Bangladesh is currently too small and narrow to fulfil industries’ demands, particularly
those of labour-intensive sectors such as RMG and construction.

Urgent action is needed to build the skills and use the talents of all sections of the population,
including women and those from disadvantaged groups. Their current under-representation
means that capable individuals are overlooked, and insufficient numbers of qualified and
competent workers are available to meet demand.

Delivering inclusive training, that promotes gender equality and social inclusion (GSI), offers
many benefits for training providers, women and disadvantaged groups, and for industry.
Appendix E outlines these benefits; in summary:

PTPs will:

U have access to a bigger pool of potential trainees.

U deliver high quality training in a learning environment in which all trainees can succeed.
Women and disadvantaged groups will:

U gain skills that enable them to access decent work, earn a living and to achieve their
potential.

Industry will:
U benefit from having access to a larger workforce of skilled men and women.
U benefit from the diverse talents and perspectives of its workforce.

U be in a better position to contribute to increased GDP.

Sudokkho is working to develop sustainable training systems that meet industry demands and
that help women and men from disadvantaged communities into decent employment. We aim

11 http://www.thedailystar.net/business/womat®nomiefootprintsare-growing- 787909



to create a stronger and more inclusive private sector training market, creating better job
opportunities for poor women and men. Promoting GSI as an integral part of everything that
Sudokkho does is key to meeting these aims. This includes creating demand for skills training
amongst women and disadvantaged groups; challenging stereotyping about which people are
suitable for which jobs; and transforming training systems and environments so that they are
inclusive to all potential trainees.

Sudokkho is also working to create industry awareness of the benefits of employing women
and people from disadvantaged groups to show how making use of the country’s whole talent
pool will more effectively meet the skill needs of industry. This aim is supported by a policy
framework that offers the potential for Bangladesh to accelerate economic growth alongside
reducing poverty and promoting social progress. Encouraging women’s enrolment in TVET is
one of the goals of the GoB Seventh Five Year Plan (2016-2020) alongside a wider focus on
social and economic inclusion of disadvantaged groups and persons with disabilities. The
National Strategy for Promoting Gender Equality in TVET 2012 has been formulated jointly by
NSDC and the ILO-Reform Project with the explicit aim of increasing women’s participation in
TVET.

3. Expectations from PTPs regarding Gender Equality and Social Inclusion

PTP partners play a central role in delivering on Sudokkho’s GSI commitments by designing
and delivering inclusive skills training programmes. They are supported to achieve this with
written guidance and resources, through GSI orientation sessions and specialist advice
provided by Sudokkho project staff and the dedicated Sudokkho GSI adviser. Key
expectations are to:

1 make efforts to train women and other disadvantaged groups
1 make efforts to use a balance of men and women as instructors / trainers

1 provide monitoring data and trainee feedback, disaggregated by gender and
disadvantaged groups, in project reports

1 use gender sensitive language and images/content that challenge stereotyping and
promote GSI in recruitment and training materials (examples of what this means in
practice are given in appendices G, H, | & M)

9 develop training programmes that respond to the needs of women and disadvantaged
groups

1 use inclusive teaching practices (appendix | & J give examples)
1 support women and other disadvantaged people to gain employment
4. Resource outline

This resource describes nine key stages in delivering GSI friendly training. It spans the full
process from recruiting women and other disadvantaged people onto your courses through to
evaluating the success of your training. Practical guidance is offered on how to work through
these stages alongside a set of checklists and sample resources in Appendices A— M. Equally,
the checklists can stand alone, should a PTP want guidance on a particular issue. For
example, PTPs seeking tips on recruiting women and other disadvantaged groups can go
directly to stages 6 and 7, and Appendices G and H.



A Appendix A: Checklist for change — what can Private Training Providers do to train
women and people from other disadvantaged groups?

A Appendix B: Sample template: Understanding your current situation

A Appendix C: Understanding the barriers — key challenges that women and other
disadvantaged groups face in accessing skills training in construction and RMG
sectors

A Appendix D: Building links with employers

A Appendix E: The business case for promoting gender and social inclusion

A Appendix f: Responding to people’s concerns about promoting GSI

A Appendix G: Checklist for producing GSl-responsive recruitment materials

A Appendix H: GSI-responsive recruitment strategy checklist

A Appendix I: Tips for instructors to create an inclusive learning environment

A Appendix J: Developing ground rules to create an inclusive learning environment :
sample session plan

A Appendix K: Examples of good practice in delivering inclusive skills training

A Appendix L: Sample Terms of Reference for GSI champions

A Appendix M: An example of GSI-responsive publicity material

A Appendix N: Sample Anti-Harassment Policy
5. Key stages to developing and delivering GSI-friendly training

5.1. Understand your current situation

In order to maximise your scope to reach a broad range of trainees you need to know who
you are currently training, how satisfied they are, how likely they are to find work and who
you are missing.

5.1.1. Understand the extent to which training meets industry needs
It is vital to identify potential employment opportunities for women and other disadvantaged
people prior to embarking on a skills training programme. Key steps to take are:
1 Review your courses to ensure that they meet industry needs.
1 Review which of your link employers are already committed to promoting GSI.
1 Identify the reasons why some employers are not open to employing women and other
disadvantaged groups and ways to respond to these (See appendices D, E & F)
5.1.2. Understand who is accessing courses

Setting up a simple effective database to help you to analyse trainee data is vital for you to
understand your business, plan for success and to demonstrate your success to others. It is
important to monitor the numbers of trainees and to gather information about trainees’
experiences. (Appendix B gives a sample template for data collection)

Key areas to address are:
f How many women and men, and people from disadvantaged groups are:




o Enrolling on each course
0 Graduating
0 Gaining employment
1 How satisfied are women and men, and people from disadvantaged groups?
1 Which courses are attracting a range of trainees? What are the reasons behind?
1 Which courses are not attracting a range of trainees? What are the reasons behind?

5.1.3. Understand barriers for particular groups of women and men

Finding out why some women and men are not attracted to certain courses will help you to
identify what you can do to create wider demand for your courses. There is existing evidence
about barriers that women and disadvantaged groups can face? (See Appendix C for a
summary). By identifying the specific barriers relevant to your training context you will more
accurately be able to address these. You can do this by:

1 Asking current trainees what could attract men and women, or put them off, their courses
1 Asking those trainees who do not complete training their reasons for leaving
9 Asking local community groups, NGOs and employers about:
0 Your reputation locally — what is good about it? What needs improvement?
0 What could put women and men off attending specific courses?
9 Asking colleagues to consider:
0 What could put women and men off applying for each of your courses?

0 Which aspects of your training environment may be less positive for certain women
and men?

0 What factors may make it hard for women and men to find employment after each
of your courses?

5.2. Prepare the ground: Engage and motivate staff

Broadening the range of women and men that you train will increase your flow of trainees and
enrich the perspectives, skills and approaches that they bring to the learning environment.
However, moving from your usual base of trainees to more diverse groups will need you to
think about how you meet their needs. Any change needs thought and you may need to explain
and convince colleagues of the benefits of this move. Appendix D offers ideas on how to
respond to people who have concerns about promoting GSI.

Getting all staff on board, including those who recruit, train and support participants, and
motivating and supporting them to work positively with diverse women and men is vital.
Involving staff in Step 1 — understanding the barriers for women and men attending certain
courses — is an effective practical way to begin to engage staff and sensitise them. Equally
important is building the capacity of staff to promote GSI — this can include:

2 See, for exampléResource Guide on Gender Mainstreaming into Technical and Vocational Education and

Training (TVET) in Bangladesh 2012, downloadablétp://apskills.ilo.org/resources/resourcplide-on-
gendermainstreamingnto-technicatandvocationateducationand-training-tvetin-bangladesh
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1 Capacity building workshops on the business case for GSI, how to enrol women and
disadvantaged groups, and how to create an inclusive training environment.

1  Workshops for managers on the benefits of GSI policies and soft skills packages.

9 Training instructors and assessors in inclusive methods for delivering and assessing
training

9 Support to develop targeted recruitment strategies and counselling services.
1 Support in delivering women-only training
5.3. ldentify target groups, partners and employers

Developing partnerships among all the stakeholders that are responsible for entry into skills
training and subsequent employment will enable you to respond to the range of potential
barriers to success. This includes reaching excluded groups, gaining community acceptance
and identifying appropriate employers. From your analysis of which potential trainees you are
reaching, and are not reaching, you can begin to identify groups of people to target. Doing this
in liaison with local community groups, NGOs and employers means that you can develop a
strategy that draws on the support of local groups. For example:

9 Linking with a local community group can help you to explain the benefits of
construction skills training for women and to respond to any family / community
concerns about women engaging in these roles.

9 Linking with an NGO that provides specialist support and counselling to women will
enable you to better understand women’s needs and to meet these

1 Linking with RMG factories that are positive about recruiting men in machine-operator
roles will ensure that you can effectively offer RMG training to men

9 Linking with a contractor that uses women as assistant painters can enable you to
access a group of women who may be interested in training as house painters.

5.4. Explore positive action measures

Once you begin to identify groups of women and men that you are not reaching, and the
barriers that they may face, you can develop a strategy to target them that ensures that you
meet their needs. This does not have to mean considerable expense — it is more likely to mean
thinking through and planning for:

1 How will you reach these groups, convince them of the value of your training and recruit
them?

9 How will you ensure that the training curriculum and environment suits them?
1 How will you facilitate employment for these groups?

Steps 5 and 6 below address how these considerations can be integrated into all courses.
However, you may decide that the best way to pilot training for a new target group is to deliver
a specific training course, for example a women-only course for house-painters or electricians.
If you have not trained women in construction courses before, you may choose this as a step
towards delivering a mixed course for both men and women. A women-only course may be
an effective interim step to address community concerns; to build women’s confidence in



engaging in a course that is deemed as non-traditional for women; and to build instructors
expertise in creating a training environment that is conducive to women.

5.5. Review the training programme: curricula, methods and materials

Itis good practice to review a training programme prior to delivery, this is particularly important
if a course has tended to have been delivered to a group of trainees who are all men or who
are all from a similar background. Opening up skills programmes to women and disadvantaged
groups will require a review of programme curricula, materials and methods to ensure that
they meet the needs of diverse trainees. This includes

1 Review assessment procedures to ensure that they do not disadvantage any particular
groups

1 Review training methods to ensure that they are inclusive to women and men, and to
those with limited prior education experience

1 Review course materials to ensure that they use GSI sensitive language and images

1 Include a section on ground rules to ensure that all trainees understand their rights and
responsibilities to equal and respectful treatment

1 Develop supplementary training curricula to address needs of trainees with limited
previous formal education

9 Include soft skills modules that include confidence-building and wider employability
skills such as communication and negotiation modules

5.6. Develop a recruitment strategy that creates demand amongst women and
disadvantaged men and women

5.6.1. Reaching women and disadvantaged groups

Women and people from disadvantaged groups are unlikely to enrol for some TVET courses
without specific encouragement. They have limited access to information and so may simply
not be aware of your courses, they may have had previous negative experiences of training
and not know that you will welcome them; they may have faced societal pressure about what
roles are deemed suitable for them and have low aspirations of what they can achieve. Women
may not know that construction training is open to them or their families may fear that such
courses will not offer a safe environment for young women.

In order for you to reach women and disadvantaged groups it is vital that you develop a
targeted strategy that pays attention to how you will access them and how you will demonstrate
that they will be welcome on your training, be treated respectfully, will succeed, and will be
able to use their skills to access employment. Key strategies are outlined below and Appendix
F offers a more detailed checklist.

9 Circulate publicity information to places that women and disadvantaged groups are
likely to see it

1 Use previous trainees to publicise the course by word-of-mouth

9 Link with NGOs and community groups that support women and your target groups —
share publicity information; offer to speak at meetings; use role models



1 Have an open day, with hands-on mini taster courses, and invite women, families,
disadvantaged groups, community members and employers to attend

1 Attend community meetings to explain the benefits of skills training for women and
other disadvantaged groups and to respond to any family / community concerns

1 Link with organisations who have previously trained women / disadvantaged groups
and who may have contacts for potential trainees

9 Link with organisations that use women as helpers to explore potential for upskilling
e.g. women working as assistant painters

5.6.2. Developing inclusive recruitment materials

Despite women'’s increasing role in the labour force and consequent economic and social
benefits, a prevailing socio-cultural context endures that deems women as dependent on, and
of lesser status to, men. This is reflected in employment structures and views of employers
who perceive women to be ‘less than’ when assessing their potential talent; in the self-
perception of women themselves; and within families and communities that judge and
constrain women who seek to choose non-traditional pathways. People from disadvantaged
groups also face social exclusion and stereotyping that impacts on their ability to access
training and employment.

In order for your publicity to be effective in attracting women and disadvantaged groups, it will
need to specifically invite them to apply and directly address their interests and concerns.
Previous experiences of exclusion are very likely to mean that unless you do this women and
disadvantaged groups will assume that the publicity material is not aimed at them. Some key
tips for drafting inclusive publicity are outlined below and a fuller checklist is included as
Appendix E.

1 Use gender neutral language

1 Show positive images of women and trainees from disadvantaged groups actively
involved in learning and in teaching

1 Include case studies of women and people from other disadvantaged groups who have
gained employment to inspire and motivate

i State what you have in place to create a positive learning environment e.g. a respectful
atmosphere; support; childcare (if available).

1 State the benefits of the training and the opportunities for employment
1 Test your publicity with your target groups
5.7. Develop an inclusive learning environment

When welcoming a more diverse group of people onto training courses, including women and
people from disadvantaged groups, it is vital to consider the potential barriers that they face
and to take action to ensure that you will create a learning environment that is respectful and
inclusive for all trainees. Key aspects are outlined below. Appendix G offers specific tips for
instructors to create a GSl-friendly learning environment and Appendix H provides a sample
session plan for instructors to use to draft ground rules with trainees that ensure that trainees
understand their rights and responsibilities.
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5.8.

Make efforts to increase the number of instructors who are women and from other
disadvantaged groups — they can act as powerful role models to motivate others

Have a zero-tolerance policy to sexual harassment and comments that disrespect any
group of people

Agree ground rules with each group of trainees regarding acceptable behaviour

Train staff in promoting gender equality and social inclusion, for example
understanding the challenges faced by women and disadvantaged groups; how to
ensure that all trainees participate equally; and how to create a learning environment
that suits all trainees

Ensure that all images, posters and training materials are welcoming to women and
disadvantaged groups

Have separate washroom facilities for women and men
Actively welcome and encourage any trainees who are in the minority

Make a female staff member available, where possible, to provide support and
counselling

Train IRPU staff in how to develop effective support systems

Observe training and offer suggestions to ensure that all trainees are treated equally
Deliver women-only classes in non-traditional skills to build women’s confidence
Gather regular feed-back from trainees on GSl issues

Introduce flexibility in training hours and timing to enable trainees to meet their
domestic responsibilities

Offer childcare facilities

Create opportunities for women and people from disadvantaged groups to network
with others training / working in similar industries

Explore the possibility of linking to safe transport or supporting the setting up of hostel
facilities for women

Support trainees into employment

Enabling trainees to gain work experience and move onto employment is a key aspect of any
training provider’s role and an indicator of their success. Given the range of barriers faced by
women and disadvantaged groups, it is particularly important to implement a strategy for
supporting them into work that is based on strong links with GSI-friendly employers and a
commitment to jointly address any ongoing challenges. See appendix D for ideas; key aspects
include:

1

Build links with employers to ensure that you are delivering skills training that meet the
needs of industry

Identify employers who are open to recruiting women and trainees from disadvantaged
groups

10



5.9.

Explain the business benefits of employers recruiting women and other disadvantaged
people (See appendix E)

Where possible, involve employers in open days, recruitment fairs and trainee
assessment

Build work experience placements and opportunities for trainees to meet employers
into your training programmes

Provide opportunities for trainees to meet role models — women and people from
disadvantaged groups who are currently in employment and can inspire and motivate
your trainees to succeed

Be active in employer and trade networks to identify GSI-friendly employers and to
raise awareness of the benefits of GSI

Share good practice and identify areas to improve

Reviewing progress, understanding which aspects of delivery have been successful and can
be replicated, and which need further work are vital to developing and maintaining excellent
practice. This leads to stage 1: Understanding your current situation, effectively contributing
to a virtuous cycle of continuous improvement. Sharing your successes and good practice will
enhance your reputation, attract further trainees and enable other organisations to learn. Key
steps are outlined below:

Identify which methods have been successful in recruiting women and disadvantaged
groups and how you can build on this

Find out trainees views about their experience on your training programme — build on
what they liked and address anything negative

Get feedback from employers on the benefits and challenges of employing women and
other disadvantaged people

Share your successes about training women and people from disadvantaged groups
and use it to inspire others.

Ask successful trainees to act as role models and mentors to new trainees

Ask employers to share their successes with other employers — gain quotes from them
about successful employees to use to promote courses

Build up a database of GSI friendly employers and role models

11



Appendix A: Checklist for change

What can Private Training Providers do to successfully train

women and people from other disadvantaged groups?

1) Understand your current situation

\Y%
Vv

Identify employment opportunities for women and other disadvantaged groups

Collect data, broken down by gender and disadvantaged groups, from initial enquiries
through to employment for each training programme

Analyse your data, identify which groups are under-represented and identify priorities
for action

Gather feedback from women and men about their experiences during training
Identify barriers for women and other disadvantaged groups as trainees and staff

Set targets for participation of women and under-represented groups

2) Prepare the ground / Engage and motivate staff

Vv
\Y,
Vv
\Y,

Vv

Senior staff demonstrate their commitment to promoting GSI
Explain the business benefits of GSI to all staff and partners
Train staff in how to promote GSI

Identify support needed e.g. training, advice, role models and examples of good
practice

Review policies and facilities to ensure an inclusive learning environment

3) Identify target groups, partners and employers

Vv

Vv

Vv

Identify trainees that you are not currently reaching on each course e.g. women,
persons with disability

Identify which partners can help you to reach them e.g. schools, NGOs, community
groups, previous trainees from under-represented groups

Build links with trades organisations and employers who are committed to GSI in order
to access role models, work experience and employment

4) Review curricula

Vv

Vv

Review assessment procedures to ensure that they do not disadvantage any particular
groups

Review course materials to ensure that they use GSI sensitive language and images

12



Include a section on ground rules to ensure that all trainees understand their rights and
responsibilities to equal and respectful treatment

Develop supplementary training curricula to address needs of trainees with limited
previous formal education

Include soft skills modules that include confidence-building and wider employability
skills such as communication and negotiation

5) Produce inclusive, encouraging publicity information

\Y%
Vv

Use gender neutral language

Show positive images of women and trainees from disadvantaged groups actively
involved in learning and in teaching

Include case studies of women and disadvantaged groups who have gained
employment to inspire and motivate

State what you have in place to create a positive learning environment e.g. childcare;
a respectful atmosphere; support

State the benefits of the training and the opportunities for employment

Test your publicity with your target groups

6) Publicise your training to reach your target groups

\Y,

Vv

Circulate publicity information to places that women and disadvantaged groups are
likely to see it

Use previous trainees to publicise the course by word-of-mouth

Link with NGOs and community groups that support women and your target groups —
share publicity information; offer to speak at meetings; use role models

Have an open day, with hands-on mini taster courses, and invite women, families,
disadvantaged groups, community members and employers to attend

Provide opportunities for employers committed to GSI to talk to women and
disadvantaged groups about job opportunities

Attend community meetings to explain the benefits of skills training for women and
other disadvantaged groups and to respond to any family / community concerns

Link with organisations who have previously trained women / disadvantaged groups
and who may have contacts for potential trainees

Link with organisations that use women as helpers to explore potential for upskilling
e.g. women working as assistant painters

7) Develop an inclusive learning environment

\Y,

Make efforts to increase the number of instructors who are women and from other
disadvantaged groups — they can act as powerful role models to motivate others

13



V Agree ground rules with each group of trainees regarding acceptable behaviour

V Have a zero-tolerance policy to sexual harassment and comments that disrespects any
group of people

V Train staff in promoting gender equality and social inclusion, for example
understanding the challenges faced by women and disadvantaged groups; how to
ensure that all trainees participate equally; and how to create a learning environment
which suits all trainees

V Ensure that all images, posters and training materials are welcoming to women and
disadvantaged groups

VV Have separate washroom facilities for women and men

V Actively welcome and encourage any trainees who are in the minority

V Where possible, identify a female staff member to provide support and counselling

V Train IRPU staff in how to develop effective support systems

V Observe training and offer suggestions to ensure that all trainees are treated equally

V Deliver women-only classes in non-traditional skills to build women’s confidence

V Gather regular feed-back from trainees on GSl issues

V Introduce flexibility in training hours and timing to enable trainees to meet their
domestic responsibilities

V Explore the possibility of offering childcare facilities

V  Explore the possibility of linking women with safe transport or hostel facilities

8) Support trainees into employment

V Build links with employers to ensure that you are delivering skills training that meet the
needs of industry

V ldentify employers who are open to recruiting women and trainees from disadvantaged
groups

V Consider involving employers in open days, recruitment fairs and trainee assessment

V Build work experience placements and opportunities for trainees to meet employers
into your training programmes

V Provide opportunities for trainees to meet role models — women and people from
disadvantaged groups who are currently in employment and can inspire and motivate
your trainees to succeed

V Be active in employer and trade networks to identify GSlI-friendly employers and to
raise awareness of the benefits of GSI

9) Identify what you are doing well and what needs improving

14



Identify which methods have been successful in recruiting women and disadvantaged
groups and how you can build on this

Find out trainees views about their experience on your training programme — build on
what they liked and address anything negative

Get feedback from employers about the competence of your trainees

Share your successes about training women and people from disadvantaged groups
and use it to inspire others.

Ask successful trainees to act as role models and mentors to new trainees

Build up a database of GSI friendly employers and role models

15



Appendix B: Understanding your current situation regarding gender equality

Sample template: Masonry Course 2014-2015

Summary of quantitative data

Numbers Numbers | % Women Analysis
of Women | of Men
Trainees
Course 1 Reasons for women’s under-
representation?
Enrolled 0 14 0
. -
Graduated 0 12 0 Strategies to address this~
Course 2 Reasons for women’s under-
representation?
Enrolled 0 12 0
. -
Graduated 0 12 0 Strategies to address this~
Course 3 Reasons for women’s under-
representation?
Enrolled 3 13 18.8
. -
Graduated 3 13 18.8 Strategies to address this~

16




Trainees Total 37 8.1
Trainees who 32 33.3% of | Reasons for women’s under-
found women were | representation?
employment employed
86.5% of men
were
employed Strategies to address this?
Instructors 4 0 Reasons for women’s under-
representation?
Strategies to address this?
Operational / 6 14.3 Reasons for women’s under-
support staff representation?
Strategies to address this?
Managers 3 0 Reasons for  women’s under-

representation?

Strategies to address this?

17




Qualitative data: Summary of Feedback from trainees about training experience

Feedback from Women

Feedback from Men

Course 1 - Positives
- Negatives

Course 2 - Positives
- Negatives

Course 3 Positives Positives
Negatives Negatives

Actions in response to feedback:

18




Appendix C: Understanding the barriers

An outline of key challenges that women and people from disadvantaged groups face in
accessing skills training and employment in construction and RMG sectors

Attitudes / Cultural expectations

Despite women'’s increasing role in the labour force attitudes endure that deem them as
dependent on, and of lesser status than, men. This is apparent through early marriage, family
restrictions and bias against girls. Specific barriers include:

)l

A

Society sees women’s primary function as fulfilling reproductive and domestic
functions, with men as the main breadwinners;

Women are channeled into gender stereotyped roles which are socially approved, such
as sewing, rather than more productive industry based skills;

Expectation of occupational segregation by sex;

Family reluctance to invest in girls’ training since these girls may soon be married and
not bring a financial return to the family;

Views that women should not have independent freedom of movement;
Perceptions that women should work indoors and out of public view;

Perceptions that women lack stamina, cannot bear physical labour and are incapable
of doing non-traditional occupations;

Perceptions that women lack management skills;

Perceptions of factory managers that women are temporary or transient workers who
are expected to leave when they marry;

Women tend to be solely responsible for household work — this can discourage them
from taking on paid work which is highly pressured or which brings additional
responsibilities;

Perceptions of industry that women will be unreliable workers due to family
responsibilities;

Resistance from male workers who may fear that women’s recruitment will limit their
own opportunities;

Lack of positive images and messages of women and other under-represented groups
throughout society support the status quo.

Women and men from under-represented groups such as Dalits, persons with disabilities and
poor people face social stigma, exclusion and stereotyped thinking regarding their abilities that
also impacts on the attitudes of potential employers and training providers to engage them.
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Financial constraints

A major barrier to women and people from other disadvantaged groups accessing skills
training is the lack of funds to cover the cost of attending programs. In particular,

)l

Expensive and long-term training excludes poor people, including women, and
marginalised groups, who struggle to stay away from remunerative work;

Women earn less than men (even in similar occupations) and women are poorer, on
average, than men;

Families are less interested in investing in women since a woman'’s primary role is
seen as delivering unpaid work within the home.

Inappropriate training environment / training structures

The lack of awareness of barriers faced by women, and people from other disadvantaged
groups underpins a system that is unlikely to meet their needs. In particular:

f

Training providers lack knowledge and experience in engaging and retaining women
and disadvantaged groups;

Lack of a gender responsive environment including inadequate facilities for child care,
maternity leave, sanitary facilities, and health and safety;

Use of stereotypical language and images in promotional materials that give the
message that construction work and senior positions are not for women;

An age bar restricts opportunities for a range of older people;

Most training institutions are in urban areas, whereas the majority of the population live
in rural areas;

In general, assessment and teaching methods overemphasise literacy requirements
and theoretical knowledge, which may not address competency and will exclude
disadvantaged groups;

Lack of awareness of trainers about the needs of women and under-represented
groups;

Lack of women trainers and those from under-represented groups ;

Lack of role models for women and those from under-represented groups in
construction and in management positions in RMG sector;

Despite women’s over-representation in the RMG sector, they are unlikely to be
selected for upskilling; also women themselves may not want to progress to higher
positions because of family responsibilities or lack of aspirations;

Lack of flexibility in working / training hours and patterns makes it difficult to balance
work and domestic life;

Lack of management action and policies in tackling sexual harassment;
Fear of change — current workforce may feel excluded;

Employers are hesitant and even not ready to recruit women workers in the
construction sites.
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Lack of security

Currently female workers in the RMG sector tend to be young, unmarried, rural migrants who
work long hours. Lack of safe transport and housing leave women vulnerable to sexual
harassment and violence. Women working in the construction sector are in the minority and
vulnerable to harassment.

Information and knowledge gaps

Women and other disadvantaged groups have little awareness of available opportunities and
limited access to information about these. The absence of outreach mechanisms to engage
these groups, to inform them of possibilities and encourage their participation remains a key
barrier.

Low prospects for decent work

1 Current TVET systems do not link clearly to work and there are widespread perceptions
that the jobs that it does lead to are of low social status;

T  Women who opt for “non-traditional” courses that have high market value run the risk
of not being employed by employers who do not regard them as suitable for the jobs
for which they have been trained,;

1 Women receive lower pay when doing work of equal value to men?;

91 Despite significant improvements in health and safety practices in the RMG sector,
work remains to institutionalise safe working practices and adherence to workers’
rights;*

9 The construction sector includes roles where workers operate in high-risk conditions
with limited regard for health and safety®.

Women’s low self-confidence and fear of challenging the status quo

Early home life, education and community expectations play a crucial role in preparing children
for their roles in life. Girls’ views are likely to be shaped by gender stereotyping about the roles
deemed suitable for women long before they make their career choices.

1 The result of constantly gaining messages about women’s unequal status and aptitude
can result in girls and women questioning their own ability, even when they are high
achievers;

A Negative views about women in non-traditional roles are often internalised by girls /
women and can lead to them having low expectations of themselves;

1 Lack of role models make it hard for women to imagine or believe that they can
succeed in non-traditional roles;

9 Peer pressure and parental pressure to conform can be hard to resist;

3 Global Gender Gap Report 2011 Bangladesh:.//www3.weforum.org/docs/GGGR11/Bangladesh.pdf

4 Rana Plaza two years on: Progress made & challenges ahead for the Bangladesh RMGG €%

5 Health Problems among Women Buildingr&truction Workers, Nahid Sultana, Jannatul Ferdousi , Md.
Shahidullah; Bangladesh Soc Physiol. 2014, June; 9(13631
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Fear of isolation in the workplace and of being perceived negatively by family and
community members can be a powerful deterrent;

Fear of sexual harassment or being treated unfavourably, more generally;
Fear of personal criticism related to being perceived as male;

Lack of support to thrive in an environment dominated by men can make it hard for all
but the most confident women to progress;

Stereotyping about the sorts of jobs that are women’s and men’s jobs.
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Appendix D: Building links with employers

V Map employers locally, and within your wider catchment area, to identify those that
need workers in the skills areas that you address;

V Build links with relevant employers and find out skills needed to ensure that you are
delivering skills training that meet the needs of industry;

V Consult regularly with employers to stay up-to-date with their changing needs;

V Develop a consultative committee of local employers with whom you can regularly
consult and involve in development of your skills programmes;

V Inform employers of the benefits of recruiting women and people from disadvantaged
groups;

V ldentify employers who are open to recruiting women and trainees from disadvantaged
groups;

V Gather examples of employers who successfully employ women and people from
disadvantaged groups and share these with employers who are not yet doing so;

V Develop case studies that showcase women and men who have successfully gained
employment in training;

V Involve employers in open days showcase the quality of your training and the
competence of the women and men that you train;

V Make efforts to provide work experience placements and opportunities for trainees to
meet employers;

V Get feedback from employers on the benefits and challenges of employing women and
other disadvantaged people

V Provide opportunities for trainees to meet role models — women and people from
disadvantaged groups who are currently in employment and can inspire and motivate
your trainees to succeed.
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Appendix E: The business case for promoting gender and social inclusion

Whilst Bangladesh has the potential for continued growth, clear challenges emerge related to
use of the population, skills shortages and productivity levels. The World Bank’s recent update
said the country is facing declining growth in GDP partly due to falling labour force growth®.
However, they highlight the potential to re-accelerate labour force growth by increasing
women’s labour force participation. The participation of women and other under-represented
groups, and effective use of their talent within the labour market is crucial for business.

The RMG and construction sectors are vital to Bangladesh’s growth and development yet the
skilled labour force is currently too small and narrow to fulfil industries’ demands. This situation
is hindered further by falling labour force growth. However, the humbers of women entering
the workforce is increasing dramatically - the World Bank emphasizes on the needs to rise
women labour force participation to mitigate the impact of the shrinking workforce growth rate.
It reported that raising the female workforce to 82% percent over the next decade can boost
the potential GDP growth rate by about 1.8 percentage points. Women and disadvantaged
groups have been under-used in the workforce — employers who continue to do so are likely
to continue to face skills shortages and miss out on some of the best workers.

9 Accessing untapped trainees and employee talent

Women, whilst comprising half the population, are virtually absent from the
construction sector and so offer a huge reservoir of untapped potential. Those women
who are in the sector are concentrated in unskilled ‘helper’ roles and offer a particular
source of trainees for upskilling. Engaging men and women from disadvantaged
groups, such as indigenous people, also offers a route to tackling skills shortages for
industry and a potential source of trainees to training providers. As demand grows in
the RMG sector, largely staffed by women at entry and semi-skilled levels, there will
be increasing demands for skilled workers.

9 Securing a source of trainees / workers

People who have previously experienced exclusion are likely to be reliable and
committed trainees and employees, when they do find businesses that are promoting
GSI. By making efforts to train and recruit diverse groups, and to create inclusive
environments where all can thrive, businesses are engaging in strategies to retain staff.
Also, word-of-mouth is a powerful mode of communication — satisfied trainees are likely
to spread the word through women’s and disadvantaged groups’ networks leading to
sustainable routes to potential trainees.

1 Maximising skills, markets and profits

Companies that employ women and disadvantaged people have been shown to
increase their profits because they recruit the best people from the widest talent pool.
Studies show that when a business integrates women into its business model and core
operations, not only do profits improve but gender inequalities decline in the
communities in which it works’. There is also evidence that increased diversity,

5 http://www.thedailystar.net/business/womeam®nomiefootprintsare-growing- 787909

"Pel l egrino, Greg; Saltyg. DbRAmatGended Binwied&edsbK®akin

investing in women.o0 Deloitte. 2011; AGender Dive
nd Company.

boundaries. 0 Women Matter. Mc Ki nsey a
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including more women in senior roles, creates a training/working environment that
promotes innovation®. The rich mix of perspectives, talents and ideas provided by a
diverse workforce forms a foundation for creativity. Continuing to source talent from a
narrow, limited pool is no longer sustainable. Also, businesses with a diverse workforce
become more relevant and connected to the customers that they serve; companies
with a narrow workforce base may be missing out on markets. Women are increasingly
influencing how household resources are spent; including women across employee
teams, and building on their insights can help businesses to design and market
products more effectively to reach women consumers.

1 Creating a motivated and productive workforce

Studies have shown that when employees are satisfied with how their company
embraces and supports GSl in the workplace, they have higher overall job satisfaction,
which supports employee retention. Workers who feel valued and work within an
environment free from discrimination are more likely to be committed to the company
and motivated to achieve, leading to increased productivity. Large companies and
small enterprises in the developed and developing world that can engage and retain
the creativity of all employees and contractors, including women, are the ones that will
be leaders and innovators of the future.

1 Enhancing business brand and reputation

In a rapidly developing environment of diverse customers, buyers, partners and
suppliers, stakeholders are increasingly interested in how products are made and how
workers are treated. Some companies have rethought business practices in light of
negative consumer reaction to reports of exploitative working conditions®. Companies
who can demonstrate that they promote GSI may gain a marketing advantage. Studies
have shown that developing a company’s reputation for valuing women’s work can
help boost sales, especially to women?©.

1 Doing social good

While many businesses are driven by profits some are committed to doing social good.
Also some companies are concerned that women’s involvement in work is detrimental
to family life. The evidence suggests otherwise - when women earn more money they
tend to invest it in their families education and health. There is now extensive evidence
to show that economic empowerment of poor women contributes to the economic and
social well-being of families, communities, businesses, and beyond.!!

8 Prime, Jeanine, and Elizabeth R.iBalnclusive Leadership: A View from Six Countries. Catalyst. 2014.
http://lwww.catalyst.org/system/files/inclusive_leadership_the_view_from_six_countries_0.pdf

KIT,Agri-Pr oFocus and 1|1 RR. AChall enging chaechan t o change
devel opment. o KIT Publishers, Royal Tropical I nstitut
10 sheEconomy website. http://sreonomy.com/marketingp-womenquick-facts.

“World Bank studies, including the World Devel opment

advancement and gender equality is linked to improvements in child nutrition within the household, lower rates
of food insecurity for communities, and higher income per capita at the national level.
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Appendix F: Responding to people’s concerns about promoting GSI

Introducing GSl-responsive practice not only requires changing attitudes but also individual
behaviours and organisational systems and procedures. Sometimes, it is more effective to try
to concentrate on changing systems and behaviours first on the principle that for both
individuals and organisations different behaviour can lead to changes of attitude.

Although it can be uncomfortable at the time, hearing the objections to GSI-friendly
employment and training is a very useful way of finding out how the process of change can be
handled. Bearing this in mind, when talking about the benefits of GSl-friendly training it is
useful to remember that some people fear change and often their initial reaction is to resist.
Also, people are less resistant if they have time to process new ideas and have the promise
of help and support.

When talking to people about GSI-friendly practice it is helpful to think about the following:
1. Anticipate

If you are going to have a conversation where you think there might be resistance to GSI, it is
useful to anticipate this and have an answer to the problem areas, for example, * | rea
you may have given up on trying to employ persons with disabilitiesb ecause you
any applications from them, but there is a local NGO that may be able to work with you...” In
the table below there are some concerns which may arise with training providers and
employers, it would be useful to bear these in mind during your own discussions.

2. Acknowledge

For example, ‘I realise you are worried about how the existing male employees will react to
the presence of women on the construction site, and it may not be easy for them to accept,
however. ’

3. Analyse

It's useful to ask yourself the reason behind what is being said to you. For example, ‘I'm
committed to including women and other disadvantaged groups but this college can'’t afford
the additional costs’. It can be helpful if you can find out whether this person is not yet
convinced about the benefits of GSI and mentioning costs is an excuse rather than a specific
concern which you can help them through. Alternatively, some people fear change and need
support to overcome this fear. Asking probing questions can be very helpful to understand
what might be needed, for example,* what sort of expenses do

Also, part of the analysis might be collecting background information which may lead you to

help them to find a solution. For example, * | n RMG, maem owomlk brcause

i se

(o

haven’

y ou

ar

suitable for women.’ You might want to probe by saying* Wh at makes fstrengthsui t ab
isidentifiedyoucouldask* I s t hi s speci fi &dandi'‘Doyoudoaprelimibaryd es cr i [

assessment of the men to find out if therya have
hypothetical question,* What woul d mappe@msisfedatwe assessment

4. Adapt

Depending on what emerges from the analysis, you might want to adapt what you originally
planned to say or do. For example, if, after some probing you realise that there is resistance,
then it might be best to find a way of trying to encourage the training provider or employer to
think further about their position. For example ‘What do you think it would be like if you included

t

-
y

a few women on the next masonry courselRyoExpl ain
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judge that the training provider or employer is willing but not sure how to change, this is the
time to get concrete and make practical suggestions and offers of help.

5. Answer

When you have had chance to assess the situation, you can then offer suggestions.* Ha v i n g
heard what you said and the difficulties you describe, | wonder if you knew that X provider had

exactly the

same

problem and

managed to sol ve

Also, in the examples below, you will notice that some of the answers are couched as
guestions, which makes the interaction more collaborative and less like you are telling people

what to do.

6. Act

Sometimes an action is more convincing than words,

Wo uybudike to come and meet a

group of women who are interested in a house-wiring course so you can hear their point of

vi ew?’
Concerns Analysis Ideas for initial answer/action
I " m commi tt el Not convinced | 1. What sorts of costs do you mean?
women and other about the need for

disadvantaged groups but
we can’t affo
additional costs

GSI

Willing to change
but unsure how to

It may be a good longer-term investment, the
labour market needs everyone it can get at the
moment and if you include women you will
increase the number of your trainees, so it would
be likely to pay off in the long run.

There are quite a few things you can do which
involve very little additional cost, for example,
you already have 2 wash-rooms which you could
easily designate for men/women; agree a set of
ground rules with all trainees about creating a
respectful environment; link up with a local
women’s NGO to help to reach potential
trainees.

We are not set up with all
the special equipment that
persons with disabilities
would need so it is better
not to encourage them to

apply

Not convinced
about the need for
GSl

Willing to change
but unsure how to

Have you done any research to find out
precisely what sort of equipment might be
needed?

Did you know that there is a local NGO which
specialises in training people with disabilities,
they are interested in finding a training provider
or employer as a partner?

There’'s |l ot g
dealing with sexual
harassment,

why it’'s got

Not convinced
about the need for
GSI

Does this mean that you have no disciplinary
procedures for dealing with disputes?
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2.

Willing to change
but unsure how to

Don’t you think that internal dispute settlement
mechanism enhances your credibility and
goodwill?

It's not as difficult as you might imagine, we
could help you to establish an anti-harassment
policy as part of your existing disciplinary
procedures. You can also link with a specialist
NGO where more specialist counselling is
needed.

with us as a training
provider.

We' r e happy
women on our painting

course but it would be a
waste of time as no one
would employ them

1.

Not convinced
about the need for
GSl

Willing to change
but unsure how to

How many employers have you discussed this
with?

Have you thought of inviting employers to come
and assess your female trainees so that they
can see how good they are?

Women are working very successfully for X;
would it be helpful to talk to them?

We ' d |l ove
women at the training
centre, but we mainly train
in construction and they
simply don’t

t o

Not convinced
about the need for
GSl

Willing to change
but unsure how to

So how do you recruit your existing construction
trainees, do they come to you, or do you go out
and encourage them?

Perhaps women don't realise that they would be
welcome here. What about putting a picture of a
woman painter on your leaflets and having some
meetings with a local women’s NGO to connect
with potential women and encourage them.

We’' d | o v eworhen
in construct
think their husbands would
Il i ke it and
cause any tensions in the
local community

\

Not convinced
about the need for
GSI

Willing to change
but unsure how to

What sort of discussions have you had with local
men to lead you to this conclusion?

We worked with another training provider that
was worried about this, they went and talked to
local groups of men about the financial benefits
of training women in construction and invited
them to come to the training centre on a visit to
make sure it was a safe place for women.

28




I’ d be happ
women but the male
trainees would worry that it
would put their jobs in
jeopardy

1. Not convinced
about the need for
GSl

2. Willing to change
but unsure how to

It would be a concern if your current trainees are
worried - have you discussed it with your male
trainees at all? Tell me more about their worries.

Have you let the trainees know that you have
links with contractors who have said that they
need lots more skilled workers? There is a
shortage of skilled workers so there’s likely to be
enough work for men and women.

Perhaps you could train some of the ex-male
trainees as mentors for women trainees then
they would be acquiring new skills which might
lead to promotion. The men would then feel that
they were also benefitting.

Our instructors are worried
about including people
from disadvantaged
groups — they think they
might cause tensions
during classes

1. Not convinced
about the need for
GSl

2. Willing to change
but unsure how to

What training do you give instructors in how to
manage the classes?

Instructors do need to be aware of GSlI-friendly
classroom practice. This is mainly about using
strategies to ensure that all trainees are included
and valued; in fact, evidence suggests that GSI-
friendly teaching improves the quality of learning
for all trainees.

Your instructors are right to want to avoid
tensions, there are some classroom strategies
which your instructors could easily learn, for
example, being sensitive about how they set up
group work and establishing ground rules and
sanctions to stop abuse and harassment.

Everyone knows that
women are Dbetter at
sewing than supervising

1. Not convinced
about the need for
GSI

2. Willing to change
but unsure how to

Have you seen the evaluation of the training for
women supervisors which X did? It shows that
women make excellent supervisors.

Would you like me to arrange a visit to some
employers who have successfully employed
women supervisors to find out if they agree with
this?
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Me n woul dn’ t
orders from women

1.

2.

Not convinced
about the need for
GSl

Willing to change
but unsure how to

Have you discussed this with your male
employees/trainees or is this your opinion?
What are their / your concerns?

Any change needs careful management, but |
imagine that you have successfully made
changes here over the years. | know other
companies who have talked to men in advance
to highlight that the new supervisor is well
equipped for the role and to remind all workers
of their responsibilities.

You could also think about how you generally
train your staff —to make it clear that supervising
also includes supporting staff and responding to
problems, not only ‘giving orders’. It's a question
of rights and responsibilities on both sides.

We' ' re happy
women-only painting
course, however, how
would women fit into an all-
male work environment

1.

Not convinced
about the need for
GSl

Willing to change
but unsure how to

You are right to anticipate that there may be
some challenges, have you taken any steps to
find out what these might be?

It's good that you’re considering this, the first
step is to find out what sort of challenges they
might face, for example ....

A few local women have
asked about joining our
house-wiring course but
wanted us to assure their
parents that
face any harassment. |
manage the training centre
but it’s not

to guarantee that, how can
1?

Not convinced
about the need for
GSl

Willing to change
but unsure how to

So does this mean that you don’t consider
disciplinary issues to be part of your
management role?

It can be done - several other training providers
have done it by training instructors, having a
zero-tolerance policy to harassment and
including sanctions for harassment in their
trainee agreements.
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Appendix G: Checklist for producing GSI-responsive recruitment materials

Vv

Vv

\Y,

Have a balance of women and men in images and include persons with disabilities and
those from different ethnic groups

Use gender-sensitive language, for example ‘he or she’ rather than ‘he’; ‘working hours’
instead of ‘man-hours’

Show positive photographs of women in ‘non-traditional’ roles, for example women who
are training as painters and RMG supervisors

Show positive photographs of men in ‘non-traditional’ roles, for example men who are
training as machine operators

Ensure that images show women actively involved in practical tasks

Encourage applications from under-represented groups, for example, if you are delivering
a machine-operators course particularly invite men to apply; if you are delivering a painting
course say that you welcome applications from women.

Include quotes from previous trainees - including positive feedback from a woman about
a ‘non-traditional’ course will encourage other women to apply. For example

The house-wiring course has given me real skills and confidence. The instructors were
really supportive and have helped me to get work experience — | ' d r e d then
course to any other women.

Sultana, previous trainee

Say that all trainees are treated with respect and are offered support to successfully
complete the course. For example

We welcome women and men from all backgrounds on our courses, we treat all our
trainees with respect and we support each trainee to reach their potential.

Training Provider

Include a named contact for potential trainees to talk to — including a woman as a contact
may encourage women to get in touch

Include information about facilities, for example counselling; child care; safe transport
Say that you have links with employers and will support trainees to find jobs

Highlight the higher pay rates and wider opportunities open to women who train in non-
traditional skill areas

Include quotes from companies who employ diverse trainees. For example
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The skills that women and men learn on this course are exactly what our company
needs — we have been impressed by trainees from all different backgrounds that we
have employed. We need more skilled workers and this course helps us to get them.

Construction Company

V Offer opportunities for potential trainees to visit and have a taster of your courses. For
example

We invite any women to come along from 10am — 12pm on X date to have a taste of
what you can expect from the course. You will meet the instructors and local employers,
chat to successful women trainees and have a go at hands-on activities.

Training Provider
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Appendix H: GSl-responsive Admission/Recruitment Strategy Checklist

\Y,

Vv

Develop tailored recruitment materials to respond to the interests and needs of your
target group

Link with NGOs and community groups that support women and your target groups —
share publicity information; offer to speak at meetings; use role models

Circulate recruitment information to places that women and disadvantaged groups are
likely to see it

Use previous trainees and role models in employment to publicise the course by word-
of-mouth

Contact other skills training programmes to identify women trainees who are not yet
employed — they may be interested in refresher training

Deliver a community enrolment/recruitment event with hands-on mini taster courses
and invite women, families, disadvantaged groups, community members and
employers

Attend community meetings to explain the benefits of skills training for women and
other disadvantaged groups and to respond to any family / community concerns

Emphasise the benefits of women training for jobs in ‘non-traditional’ areas where there
is a demand for workers and wages are higher

Emphasise GSl-friendly provisions e.g. counselling, zero-tolerance of sexual
harassment, suitable facilities for women and men ;child-care if available

Provide opportunities for employers committed to GSI to talk to women and
disadvantaged groups about job opportunities

Link with organisations who have previously trained women / disadvantaged groups
and who may have contacts for potential trainees

Target women who already have some experience in construction e.g. women working
as ‘helpers’ in house painting or on construction sites

Set up counselling or link with other organisations who offer specialist counselling

Identify a GSI Champion in your organisation who builds specialist knowledge about
GSI, develops links with NGOs and employers, and who gains a strong reputation
about being committed to promoting GSI
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Appendix I: Tips for instructors to create an inclusive learning environment

V Work with trainees to agree ground rules that ensure everyone is treated with respect.
Explain the zero tolerance approach to any type of abuse and the anti-harassment policy.

V Give equal attention to all trainees and take particular care to encourage women and
trainees from disadvantaged groups. Trainees who are in the minority, e.g. women on a
construction course, may feel isolated and experience some lack of confidence in their
abilities.

V Don’t assume that all women are gender sensitive or that all men are not. Both women
and men can become gender insensitive and it is important to support everyone to become
aware of their rights and to treat others with equal respect.

V Have high expectations of all trainees and use strategies to ensure that women and men
participate equally in the training. Men are generally more used to public speaking than
women and tend to talk more, so be ready to manage trainees who are more talkative and
to encourage quieter trainees. Try different strategies, for example:

- Use different ways of asking questions to encourage all trainees to join in. Asking
trainees questions by name is simple and effective, alternating women and men.

- Use pair work to give trainees a chance to think and share ideas before answering.
Asking them to turn and talk to their partner for a few minutes often gets them
talking right away and is particularly good for trainees with low levels of literacy.

- Try different ways of allocating roles in group activities to ensure effective team
working e.g. randomly, have single sex groups, have job-share roles. Observe:
Who is leading activities? Who is most hands-on?

- During pair-work some women may prefer to be partnered with other women
where possible for mutual support. Ensure lone women are partnered with suitable
female learners that they feel comfortable with. This is particularly important at the
beginning of the course.

- Circulate among groups of trainees when they are involved in group activities —
offer encouragement and support and ensure that everyone is involved

- Take responsibility for meeting the needs of a diverse group by acknowledging and
responding to different learning styles.

- Question/analyse how you distribute tasks between women and men - are you sure
you give tasks of equal skill to women and men in your groups?

V Use different methods to engage all trainees and to test their understanding, for example:

- Ask for a show of cards to see who understands: green cards = yes; red = no, or
yellow = unsure.

- Ask students to place themselves along an imaginary line in response to a
statement — one end is strongly agree and the other is strongly disagree e.g. When
| connect this the buzzer will sound; It s i mportant t hat RMG
encourage and support machine operators.

V Ask a colleague to watch you teach and monitor the amount of time you give to women
and people from disadvantaged groups as well as the way you respond.
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Use inclusive language e.g. use ‘she and he’ rather than ‘he’; use ‘supervisor’ instead of
‘foreman’; and avoid non-essential technical language.

Use training materials with a balance of women and men and that show them working in
diverse non-traditional occupations.

Challenge stereotypes of who works in different trades - use examples of women and men,
and include examples and applications that are likely to appeal to students with diverse
interests and aspirations

Be prepared to challenge offensive behaviour and stereotyping expressed by colleagues
and trainees. It's everyone’s responsibility

Use role models, for instance, inviting women who are working in construction to talk about
their work.

Encourage all women and men trainees to treat one another with mutual respect, and to
support one another.

Challenge discriminatory comments e.g. women are not capable of managing male
workers; men are not capable of caring for children.

Challenge and report any inappropriate or abusive behaviour, and ensure victims are
supported.

Specific strategies for an instructor to deal with harassment

\Y,

Vv

Develop strategies for dealing with sexual or other harassment/bullying. It is vital to know
your organisation’s code of practice and refer to this when necessary.

Let the learners know from the beginning of the course that you are available to support
them in personal as well as curricula issues. If you are not able to offer this, be clear about
who they can go to e.g. IRPU.

Inform all learners during induction on procedures for dealing with harassment.

Inform all learners during induction what is considered appropriate behaviour. This may
involve use of case studies, group discussions etc. You must agree ground rules and let
all learners know that comments of a sexual or discriminatory nature will not be tolerated.

Deal with cases of sexual or other harassment/bullying by asking the perpetrator to
explain their actions. Explain to her/him why this is not acceptable behaviour and can
lead to dismissal from a course in most institutions.
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Appendix J: Developing ground rules to create an inclusive learning environment:
sample session plan

Introduction

This is a flexible session for training providers to sensitise trainees to their rights and
responsibilities with respect to GSI issues in the training environment. It can be adapted for
delivery in the time available — between 30 minutes and 2 hours.

Outcomes
By the end of the session trainees will have:
1 Contributed to ground rules for respectful behaviour in the learning environment.

1 Become aware of trainees’ and the training provider‘s responsibilities for providing a
learning environment which meets the needs of all trainees.

Session Introductory Remarks

The trainer explains that the organisation is committed to promoting GSI. This means that they
maintain a learning environment in which the rights and dignity of all women and men are
respected, value diversity of different groups of people and take steps to meet the needs of all
trainees. The trainer points out that effective learning is a participative process and that s/he
wants to begin by making sure that everyone has an equal opportunity to participate.

Generating Ground rules

1. The trainer asks each individual trainee to think about situations (at work, in training
and elsewhere) in which they themselves or others have been treated with less
respect. S/he might give an example, such as a woman on a masonry course being
afraid to say what she thinks because the men refuse to listen to her opinion.

2. The trainer allows people a couple of minutes to think, invites each person to share
their thoughts and clarifies any points.

3. The trainer divides trainees into groups of about 4 people and asks them to list ground
rules that will help to avoid the situations that trainees have shared and will help to
create a respectful learning environment. (See integrating GSl for guidelines Appendix
X). Ask groups to focus on positive behaviours to avoid negative situations e.g.
‘Respect other men and women’s opinions’.

Ask trainees to contribute (one or more from each group) to the development of an agreed set
of positive guidelines. These might include:

Respect other men and women’s opinions
Listen to other trainees without interrupting
Take it in turns to speak

Be flexible with others who may want to learn differently from yourself

=A =4 =4 =4 =

Work positively and supportively with every other trainee
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1 Make efforts to include all trainees when engaged in teamwork

1 Avoid any form of sexual harassment e.g. sexually explicit remarks, abusive
comments, touching,i nsul ting ‘jokes’
1 Avoid any stereotyping or discrimination e.g. reluctance to work with a Dalit trainee
1 Show respect for different beliefs and values
1 Report any discriminatory behaviour
T Be prepared to ask for help if you don’t und:¢

If participants are slow to come up with ideas, the trainer can help by prompting e.g.

‘1l f there is someone in the class who uses a whe
for them to participate?’

‘“What can we do to encourage each trainee to spe

Agree a final list and invite participants to add to it where appropriate.

Enforcing the Ground rules

Divide participants into groups of 3 or 4 and ask them to consider the following questions:

‘“Whose responsibility is itrespectegnsure that the g
a) The trainer? b) The trainees?
c) The trainer and the trainees? d) None of these?

Invite responses and guide discussion towards response c) with questions such as:

“1I'f you see a tr aremaketo anathel traigee, iis it yowrl responsipility to

remind them of the guidelines?’
‘“l'f you notice that another trainee is struggld:]i
responsibility to encourage them to ask the trai

Pin the agreed ground rules up in the training room; agree that all trainers and trainees will
stick to them and take responsibility to ensure that the ground rules are followed; and agree
that trainers will take action with any trainee who breaches the rules.

Providing an Inclusive Learning Environment

The trainer does a short presentation to show how s/he has ensured that the needs of all
groups of trainees have been taken into account, this could include the following:

i Taking action to remove barriers to learning e.g. childcare; separate washrooms
1 Having a mix of men and women trainers

1 Respecting the family and personal needs of trainees in the scheduling of classes
1 Adapting materials e.g. using bigger print for trainees with visual impairments.
1

Encouraging trainees who lack confidence in contributing to classroom discussions
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Putting in place and using sanctions for trainees who infringe ground rules e.g. anti-
sexual harassment policy

Offering counselling and support services to trainees

Making learning relevant to the experience of trainees

Providing positive and constructive feedback on trainee progress

Providing support and advice to trainees about overcoming barriers to learning
Partnering with employers who are positive about promoting GSI

Getting feedback from all trainees and responding to any concerns
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Appendix K: Examples of good practice in delivering inclusive skills training

U Training women electricians of RMG sector: UCEP

A programme in Chittagong trained women in house—wiring and on graduating women
were successful in gaining employment in RMG factories as maintenance technicians.
Women were recruited through outreach programmes with schools and proved to be
very effective technicians.

U Employing persons with disabilities in RMG sector: Marks & Spencer

Marks & Spencer has implemented ‘Marks & Start’ - a successful initiative to employ
disabled people in the Bangladesh RMG sector. After an initial successful trial in Sri
Lanka in 2006 they offer the programme in Bangladesh, which involves two months of
specialised training for persons with disabilities identified by the Centre for the
Rehabilitation of the Paralysed (CRP). The program achieves high retention rates and
over 800 persons with disabilities have been successfully trained and employed by
RMG companies across Bangladesh.

U0 Promoting gender equality in the RMG sector: Nari Uddig Kendra (NUK)

NUK work in a range of ways in Bangladesh with women workers and RMG employers.
This includes providing worker hostels which are safe and low-cost and which allowed
NUK to build good relations with the workers and provided a venue for training on
gender, worker rights, health and hygiene and nutrition. Now, NUK run training
programmes inside the factories with the support of management. http://nuk-
bd.org/garment support.php

i Employing women in construction: Bramalls Construction UK

Bramalls, a private sector company in the UK had targets for recruiting women workers
in a house-building project, of 17,500 properties, that was funded by local government.
They struggled to recruit women through their usual advertising. So they decided to
take positive action in local communities to reach women and to develop a women-
only skills programme. They linked with a training provider, Building Trades Agency,
who was committed to gender equality and had discussions with Leicester City Council
who were successfully employing women in construction. They publicised the course
in local community centres and women’s groups; organised women-only ‘taster’
sessions where women could try out hands-on activities; offered child-care and
delivered the training from 9am — 3pm to fit in with school hours; and provided transport
to the training centre. 8 women attended the taster course and all of these went on to
complete a plastering and tiling course. 4 of these were immediately employed by
Bramalls, who reported that they were very good plasterers. One of the women said to
otherwomen:* Go f or it ! Taleé¢her®gngitos possilve td acheege your
goal s. Don’'t be put off by what other peopl e
achieve.’
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India's women-only building sites

Whilst construction is predominantly a male-dominated trade in India, women do work
on building sites but are restricted to the most unskilled and physically demanding
tasks. However, in the southern Indian state of Kerala, there's an all-women scheme
which is trying to change that - see the video for more inf.
http://www.bbc.com/news/business-34017234

Training women supervisors in RMG sector: GIZ

An evaluation of a GIZ funded training programme in Bangladesh found that women
were effective RMG supervisors and that there were no differences between men and
women supervisors with regard to line-level efficiency, absenteeism or quality. The
evaluation also exposed a bias in factories against women being selected as
supervisors. (http://www.poverty-action.org/study/evaluation-female-supervisor-
effectiveness-bangladesh-garments-sector).

Training and employing women in construction: Leicester City Council UK

The council is successful in training and employing women in bricklaying, painting,
electrical, plumbing, carpentry and plastering and now have 10% women in trades’
positions (the average in the UK is 1%). They do targeted recruitment with women in
communities, develop publicity that invites women to apply and the women visit
schools and act as role models for girls. They also did a lot of work to create an
inclusive working environment that included developing anti-sexual harassment
policies, training supervisors in gender sensitivity and offering a women’s support
group. Lisa, who has worked as a painter for 15 years says: ‘It never occurred to me

that 1 might be a painter until | did a taster course. | l ove my wor k, t he
satisfaction and | can’'t imagine doing anyth
of sexual harassment but now even the men wi

agai nst tSeeexampld of pulglicity material: Appendix M.

Including persons with disabilities in the RMG sector: GIZ

GlZ has organised “Champions of Inclusion” a platform for Bangladesh RMG
companies to promote the inclusion of persons with disabilities in the mainstream
workforce. This is organised by the Bangladesh Garment Manufacturers and Exporters
Association (BGMEA), Bangladesh Knitwear Manufacturers and Exporters Association
(BKMEA), Centre for Disability in Development (CDD) and Centre for the Rehabilitation
of the Paralysed (CRP). RMG companies include- Bitopi Group, Fakhruddin Textiles
Ltd, Urmi Group, Saiham Knit Composite Ltd, Vintage Denim Ltd, Pandora Associates
Ltd, Viyellatex Group, Mohammadi Group, Pride Group, Evergreen Sweaters Ltd,
Interstoff Group, and Renaissance Group & Sweater Makers Ltd.
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i

Involving South Asian women in the textile industry: Bradford Training and
Enterprise Council UK

Bradford Training and Enterprise Council were concerned that there were insufficient
applications for positions in the local textile and service industries. Their main source
of potential labour was from the local minority ethnic community. Anecdotal evidence
suggested that local South Asian men were reluctant for the women in their families to
go out to work. In order to overcome this the Council conducted discussions with men
from these communities — rather than focusing on whether women went out to work,
they discussed what was happening in the labour market in relation to a reduction in
engineering and labouring jobs and increase in other types of work. On the basis of
this information the men were asked to reflect on where their future family income was
likely to come from and the future need for two incomes in many families. These
discussions resulted in increased applications from women.
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Appendix L: Sample Terms of Reference for GSI Champions

Purpose: The GSI Champion is responsible for inclusive business promotion and will have
technical knowledge and expertise to support the PTP to expand its business by attracting
diverse client groups and expanding the potential for business profitability.

Scope of Work

T

Social Marketing: leading social marketing campaigns to create demand for skills
training amongst women and other disadvantaged people, and to raise awareness
about women'’s ability to contribute in the formal economic sector.

Enabling environment: the Champion will act as in house expert to assist and
encourage the training section to create an inclusive training environment with facilities
and practice that promote dignity and respect.

Networking: establishing networks with organisations (NGOs, CBOs, business
associations) that work with women and other disadvantaged groups to facilitate
enrolment of these groups.

Job placement: facilitate job placement for women and disadvantaged groups.

Counselling: S/he will provide counselling services to trainee women and men, assist
them to build their confidence and provide signposting to specialist agencies.

Complaints handling and referral system: S/he will act as the focal person to
address any form of harassment including sexual harassment and violence and have
an appropriate referral system in cases where legal assistance is required.

Knowledge hub on inclusive business: S/he will develop a knowledge hub on
inclusive business to help the PTP to take up innovative ideas on inclusive business
and increase profitability in the training market.

Monitoring and enforcement: the Champion will monitor how GSI is implemented
and how it can be improved.

Eligibility Criteria:

Senior Management level

Knowledge and experience of training markets and inclusive market development
systems

Knowledge about regulatory systems of training markets
Sensitivity on equal and respectful treatment

Commitment to promoting GSI

An IRPU officer would met the criteria and be in a good position to fulfil the role
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Appendix M: An example of GSI-responsive recruitment material
(Courtesy of Leicester City Council, UK)

Yes, I'm a Plumbe

Hi, my name is Ranjit

| am 31 years of age

| am married. e

| speak 5 languages

And I'm a good pIU'rﬁb';
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Appendix N: Sample Anti Anti-Harassment Policy and Procedure

[Name of the PTP]
Anti-Harassment Policy and Procedure

Policy Statement

[Name of the PTP] is committed to providing a harassment-free training environment and
workplace where all employees and trainees are treated with respect and dignity.

This policy adheres to the Supreme Court Guidelines (2009) to prevent Sexual Harassment
at Educational Institutions and Work Places that is applicable to all work places and
educational institutions in both public and private sectors within the territory of Bangladesh.

This anti-harassment policy and procedure applies to all trainees, employees and other
individuals affiliated with the [Name of the PTP] in any status. The policy includes examples
of conduct that would be considered in violation of the policy and its consequences. The policy
also provides a complaint process.

This policy applies to all behaviours that occur at the training premise or beyond, and is in
some way connected to the business activities of the [Name of the PTP].

[Name of the PTP] will take the necessary steps to ensure that the matter is thoroughly
investigated and promptly addressed with effective measures to end the unwelcome
behaviour.

Definition of harassment: Harassment will include both physical, mental, moral and sexual
harassment. Therefore, any behaviour and/or action falling under any of the category shall be
considered as harassment.

Harassment in general include:

9 Offending or humiliating someone physically or verbally;
9 Threatening or intimidating someone; or
1 Making unwelcome jokes or comments about someone’s race, national or

ethnic origin, colour, religion, age, sex, sexual orientation, marital status, family
status, disability or pardoned conviction.

Sexual harassment include:
1 Unwelcome sexually determined behaviour (whether directly or by implication) as
physical contact and advances;

1 Attempts or efforts to establish physical relation having sexual implication by abuse
of administrative, authoritative or professional powers; Sexually coloured verbal
representation;

1 Demand or request for sexual favours;
1 Showing pornography; Sexually coloured remark or gesture;

1 Indecent gesture, teasing through abusive language, stalking, joking having sexual
implication,
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91 Insult through letters, telephone calls, cell phone calls, SMS, pottering, notice,
cartoon, writing on bench, chair, table, notice boards, walls of office, factory,
classroom, washroom having sexual implication;

9 Taking still or video photographs for the purpose of blackmailing and character
assassination;

91 Preventing participation in sports, cultural, organizational and academic activities
on the ground of sex and/or for the purpose of sexual harassment;

1 Making love proposal and exerting pressure or posing threats in case of refusal to
love proposal,

1 Attempt to establish sexual relation by intimidation, deception or false assurance.
Procedure for addressing harassment complaint:

As a preventive measure, [Name of the PTP] will circulate this policy among its
employees/trainees in various ways that might include formal orientation, induction, meetings,
workshops, as well as displaying the policy copy on the organisational notice board.

As a remedial measure, [Name of the PTP] will establish the following measurers to deal with
any complaint of harassment.

[Name of the PTP] is committed to deal with any such complaint in a prompt, thorough, and
impartial manner.

[Name of the PTP] encourages the aggrieved employee/trainee to immediately report the
incident to the Anti-Harassment Focal Person, either verbal or in writing.

Whether in written or verbal, any harassment complaint will be thoroughly investigated
followed by appropriate disciplinary actions.

[Those who make false accusations will face the same disciplinary actions as recommended
for the harasser]

Depending on the severity of the harassment, the complaint settlement committee can
recommend the disciplinary actions which include: seeking an apology to the complainant,
disciplinary warning, and counselling, termination from the employment, expelling from the
training course.

Complaint settlement committee & the procedure:

Anti-Harassment Focal Person: [Name of the PTP] will designate a senior staff of the
institution as the focal person to receive the complaint. This focal person must have
demonstrated level of sensitivity and commitment on discrimination free training/work
environment.

Complaint settlement committee: After receiving the complaint, the focal person will form a
complaint settlement committee in consultation with the senior management of [Name of the
PTP]. The committee must have at least 3 members.

Anti-Harassment Focal Person will be considered as part of the complaint settlement
committee and s/he will play the role of the member secretary of the complaint settlement
committee.

There must have preference of including at least one women in the complaint settlement
committee.

45



Complaint settlement procedure

The compliant settlement procedure will keep the incident and name of both the parties
confidential during the entire period of procedure.

[Name of the PTP] will ensure that the complainant does not face any adverse situation like,
retaliation or any other experience for making the complaint. At the same way, in the course
of investigating a complaint, the [Name of the PTP] will refrain from making any assumption
about the guilt or innocence of the alleged harasser.

Wherever appropriate and the parties agree, complaint settlement committee will organize for
mediation prior to proceeding with a harassment investigation. Mediation is voluntary and
confidential. The mediator will be a neutral person, agreed upon by both parties. The mediator
will not be involved in investigating the complaint. Each party to the complaint has the right to
be accompanied and assisted during mediation sessions by a person of their choosing.

The committee will gather evidence from all possible sources. They will speak to both the
complainant and the accused persons independently. The committee will collect relevant
evidence either in the form of written document or electronic data, or by interviewing any
witness. They will also consider circumstantial evidence in ensuring the credibility of the
evidence.

Upon completion of the evidence collection, the committee will prepare a report with their
recommendations and submit the same to the management for the actions.

[Name of the PTP] management will formulate its decisions in writing which will include fact
of the complaint, statements with reasons for or against disciplinary action, inform both the
complainant and the harasser about the decisions.

Alternative legal remedies: Notwithstanding any institutional procedure as described above,
the complainant at any point may pursue for formal legal remedies or resolution through the
formal justice system.

The accused person cannot be part of the complaints settlement committee and of
relevant management decisions.

[End/l
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